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Abstract. Purpose of the research. The purpose of the article is to substantiate the basic theoretical
provisions of the formation of labor motivation and methodological approaches to its complex
assessment at the stage of innovative changes in the economy. Methodology. In the course of the research
general theoretical methods were used: dialectical for knowledge of economic processes; systematic and
institutional approaches for the implementation of theoretical generalizations and conclusions in
determining the components of the system of labor motivation and factors of its development, to assess
the experience of developed countries in the construction of a system of labor motivation in the
conditions of an innovative model of the economy. Results. The essence and peculiarities of formation
of the mechanism of labor motivation in the conditions of innovative development are investigated in
the article. The system of methods, which application will increase the level of motivation of employees,
is distinguished. The necessity of objective evaluation of the effectiveness of methods of work
motivation and the system of work motivation using quantitative and qualitative indicators is proved.
Practical meaning. The proposed methodology of comprehensive evaluation of the system of labor
motivation can be used in the formation and improvement of the system of labor motivation, taking into
account the peculiarities of innovative development of the economy and the innovative direction of the
activities of economic entities. Prospects for further research. The prospect of further research should
be to improve the socio-economic mechanism of labor motivation in the conditions of formation of an
innovative model of economy.
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Anomauia. Mema docnidcenHs. MeTow CTaTTi € 06IPYHTYBaHHS OCHOBHUX TE€OPETUYHMX IT0JI0-
>KeHb (JOPMYBAHHSI MOTMBALIil Ipalli Ta METOAVMYHMX ITiIXOMIiB IIOAO 11 KOMIIJIEKCHOI OILIIHKM Ha eTarti
iHHOBaILiMHMX 3MiH B eKOHOMilli. Memodonozia. Y Tpolieci BUKOHAHHS JOC/IiIKEeHHSI BUKOPUCTAHO 3a-
raJIlbHOHAYKOBi TEOPETUYHI METOAM: AiaJIEKTUYHUN — AJIs ITi3HAHHSI eEKOHOMIYHMX ITPOIIECiB; CUCTEMHMI
Ta iIHCTUTYLIMHMIA MiAX0OMU — IJIS 3[0iMICHEHHS TeOPeTUYHMX y3arajJbHEHb Ta BMCHOBKIB IIiJl Yac BMU3HA-
YeHHS CKJIaJOBMUX CMCTEMM MOTMBAIlii Ipalli Ta YMHHUKIB 11 pO3BUTKY, /151 3i1ICHEHHS OLIIHKY TOCBiTy
PO3BMHEHMX KpaiH CBITY IIOJO MOOYIOBM CHMCTEMM MOTMBALIil IMpalli B YMOBAx 1HHOBAIlITHOI MOJIEJIi
e€KOHOMIiKU. Pe3synemamu. Y CTaTTi OCHIIKEHO CYTHICTb Ta 0COOAMBOCTI (OPMYyBaHHSI MexaHi3My MO-
TUBAILIil ITpalli B yMOBax iHHOBAIiITHOT'O PO3BUTKY. BMOKpeMIeHO cucTEMY METOIiB, 3aCTOCYBAHHS SIKUX
BIUIMBATMMe Ha ITiIBUILIEHHS PiBHS BMOTMBOBAHOCTI MpalliBHMKIB. JloBeIeHo HeoOXigHiCTh 06’ €KTMBHOL
OLIIHKM pe3y/IbTaTMBHOCTI METOAIB MOTMBAIIil Ipalli Ta CMCTEMM MOTMBAIIil IIpaili 3a JOIIOMOI'OIO KiJIb-
KiCHMX 1 SIKICHMX TIOKa3HUKiB. [IpakmuuHe 3HaueHHs. 3alIpOIIOHOBAaHA METOIMKA KOMIUIEKCHOI OI[iHKM
CUCTEeMM MOTMBAILIil Ipalli Moske 6ye BUKOPUCTaHa i yac (GOpMyBaHHS Ta BIOCKOHAJIEHHS CUCTEMU
MOTMBAIIiI ITpalli, 3 ypaxyBaHHSIM OCOOJIMBOCTEN iHHOBAIIMHOTO PO3BUTKY €KOHOMIKM Ta iIHHOBAI[iITHOTO
CIpSIMYBaHHS Jisi7IbHOCTI cy6’ €KTiB rocrogapioBadss. [lepcrekTuBy Mopaiblnx JOCTiaKeHb. [Tepcne-
kmuau nodaivuuux docnioxceHv. IlepcrekTUBOIO MOAANMBIINX AOCTIAKEHb Ma€ CTAaTU yIOCKOHAJIEHHS
COlIiaJIbHO-eKOHOMIYHOI'0 MEeXaHi3My MOTMBAIlil Ipalli B yMOBaxX CTAaHOBJIEHHS iHHOBAIlIfHOI MOAeJIi
€KOHOMIK.

Knrwuoei cnoea: MoTuBallis Impaili, iHHOBAIiiHUI PO3BUTOK, iHHOBAI[iMHMUI MMiAXia mo dopmy-
BaHHSI MOTMBAIIiI IIpalli, METOIY MOTMBALIil ITpalli, OIliHKa e()eKTUBHOCTI METOM B MOTMBALIil IpalIi.

Kinvkicmo dxcepen: 17; kinokicms mabauyw: 1; kinekicme pucyHkis: 2; kinvkicme ¢popmyn: 0.

1. Introduction. about shifts that build a competitive environ-

In our modern society, any change is a
necessary factor in the socio-economic system.
Changes occur in every system of socio-eco-

ment. It is innovative changes that determine
the cyclical nature of socio-economic evolu-
tion. Therefore, the evolutionary process in the

nomic development and, accordingly, bring economic system occurs through the
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innovation process. Technological innovations
stimulate the modernization and technical re-
structuring of society. Innovators represent the
mechanism of ways of development of socio-
economic system.

A necessary condition and objective need
for innovative changes is, first and foremost,
the activation of the human factor, which is
achieved through the formation of a new pro-
gressive system of work motivation, which is
based on the integrated use of social-psycho-
logical, economic, organizational-administra-
tive, technological and innovative methods of
motivation . In the conditions of increasing in-
tellectualization and innovativeness of work,
methodological approaches to the complex
evaluation of the system of motivation of work
are improved, which allows to evaluate mod-
ern tendencies and peculiarities of its for-
mation at macro-, meso-, microeconomic lev-
els and influence on social and labor relations
in conditions of innovative economic develop-
ment.

2. Literature review.

The basis of modern scientific ideas
about work motivation and its components are
laid by the works of world-renowned scien-
tists, such as: A. Maslow (1943), E. Mayo
(1946), F.Taylor (1947), D.McGregor
(1960), J. Adams (1963), F. Herzberg (1966),
V. Vroom and A. Jago (1988), D. McClelland
(1987) and others. Significant contribution to
the study of problems of formation of new (in-
novative) labor motivation and evaluation of
the effectiveness of methods of motivation of
work were the scientific works of Ukrainian
researchers, in particular: L. Koval (2002),
M. Semykina and L. Koval (2002), O. Hrish-
nova (2004), D.Bohynia (2008), A. Kolot
(2008), M. Semykina (ed.) et al. (2012) and
others.

3. Methods.

The theoretical and methodological basis
of the study is the dialectical methods of cog-
nition of economic processes, systemic and in-
stitutional approaches, which provide for the

study of phenomena in their constant develop-
ment and interconnection and to ensure con-
ceptual unity of research. For the theoretical
substantiation of the essence of the concept of
“system of labor motivation” were used meth-
ods of logical generalization and analogy, and
in determining the components of the system
of labor motivation and factors of its develop-
ment in the conditions of innovative model of
economy methods of system analysis, classifi-
cation, comparison.

4. Research objectives.

Increasing competitiveness on the basis
of mastering the innovative model of develop-
ment requires progressive shifts in the devel-
opment of productive forces of society, which
is impossible without radical changes in the
paradigm of work motivation, because the ex-
isting system of motivation remains ineffec-
tive, contrary to the goals of innovative devel-
opment, increasing the competitiveness of en-
terprises. Therefore, in the conditions of
innovative development of the economy, there
is a need to deepen scientific research in the
direction of substantiation of new factors,
mechanisms and peculiarities of labor motiva-
tion and to improve methodological ap-
proaches to a comprehensive assessment of its
system of functioning, which are based on the
isolation of methods of labor motivation and
relevant groups of its indicators.

In the modern scientific literature, the is-
sue of work motivation has been considered
quite broadly, but the problem of forming a
new (innovative) work motivation and evalu-
ating the effectiveness of its functioning can
not be fully resolved. Therefore, there is a need
to identify the peculiarities of the formation of
labor motivation in the conditions of innova-
tive development of the economy and to im-
prove methodological approaches for evaluat-
ing its effectiveness at the stage of innovative
changes, which leads to effective work, imple-
mentation of scientific and technological pro-
gress, the development of creative activity of
workers to meet the individual and society
needs.
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5. Results and discussions.

In the process of innovative changes that
are taking place in Ukrainian society, a
necessary objective need is the formation of a
new system of work motivation. The imple-
mentation of an innovative model of develop-
ment requires the creation at the state level of
appropriate systemic conditions for progres-
sive motivation and stimulation of labor activ-
ity of the population.

The process of forming a new (innova-
tive) work motivation cannot be subordinated
to the general scheme of labor motivation, but
must have its specific features. After all, the
motivation of work in the conditions of inno-
vative changes, which are based on the flow of
innovations, technological improvement, pro-
duction and export of high-tech products, on
intellectualization, implies increasing de-
mands on employees: for meaningful work;
manifestation of independence; aspiration for
creative self-realization; initiative; striving for
knowledge and creation of new (purely

cognitive and creative needs) (Semykina and
Koval, 2002).

The motivation of work in the conditions
of innovative development is based on the ne-
cessity of rationalization of production, servic-
ing, management processes on the basis of im-
provement of functional and production struc-
tures, increase of efficiency of use of
personnel, information, financial, material re-
sources, restoration of production-technical
and engineering base.

Synthesizing various approaches to the
interpretation of work motivation in terms of
innovative development, it can be argued that
its content corresponds to the general patterns
of «work motivation» and has its specific fea-
tures. In this regard, it is advisable to identify
and compare two approaches to the formation
of work motivation: the traditional approach
used in the era of industrial economy; an inno-
vative approach focused on the formation of
work motivation in the conditions of innova-
tive development (Table 1).

Table 1. Comparative characteristics of traditional and innovative approaches to the
formation of labor motivation

Criteria

Traditional approach

Innovative approach

The salary level

Salary itself is a strong motivator. Salary in-
crease occurs in connection with the general or-
ganizational development and not depending on
those results which are reached by a particular
worker. At the same time there are no signifi-
cant differences in salary between effective and
ineffective employees.

Work done well is adequately regarded there by im-
proving the efficiency of other tasks. Workers mak-
ing the largest contribution to the strategic goals of
the organization deserve the greatest reward. Salary
increase is carried out not by “equalizing” and var-
ies depending on the results which are reached by a
particular employee.

Results of the
company

They are the simple sum of results of each of
the employees. That is, if each of the employees
reaches the individual (usually quantitative) ob-
jectives, goals of the company will be automati-
cally achieved.

They are directly dependent on the interaction be-
tween employees, team work and not only on the
individual achievement.

Delegation of

It involves a partial or complete waiver of such

Delegation of authority frees the head from opera-
tional management process, increases the motiva-
tion of employees, raises the level of efficiency of

authority technology as delegation of authority. the company response to external factors and pro-
vides more freedom in achieving organizational
goals.
It involves the promotion of employees within the
Career It involves promoting an employee up through organization not only up through the ranks but also
management the ranks of the company (“vertical career”). from one unit to another company (“horizontal” or
“matrix” career).
It is implemented on the basis of traditions It implies purpose full formation of ideas, opinions
Corporate forrr.led in many enterprises. Th.is. approaf:h does | and fundarpental values share;d by members. Also,.
culture not imply the need to deal specifically with the values define styles of behavior, styles of communi-

formation and management of corporate culture
as a whole.

cation with colleagues and clients, the level of mo-
tivation, activity and others.

Source: compiled by the authors.
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In a general sense, work motivation in the
context of innovative development is a process
of encouragement aimed at creating new
things in science, economics, the arts (as well
as in any other sphere). In this regard, the work
of staff in an innovative environment, charac-
teristic of modern business conditions, can be
considered as a combination of a regulated and
innovative component.

With the acquisition of innovative, intel-
lectual character in the motivational sphere of
personality, the need for self-fulfillment and
the desire to reveal one’s personality comes to
the fore. People are interested not only in en-
couraging the initiation and introduction of in-
novations or material rewards that carry the
success of an idea, but to a large extent the con-
tent of the activity itself. Such a situation,
when the desire for self-realization, creative
achievements comes from the employee him-
self, and not from the «external factor» is de-
termined by the most effective method of rais-
ing labor in the conditions of innovative
changes of the economy (Semykina (ed.) et al.,
2012).

Regardless of how work motivation is
considered in terms of innovative develop-
ment, most researchers (Bohynia, 2008; Kolot,
2008; Koval, 2002; Bakulina, 2015) empha-
size its features: intelligence, professionalism,
innovative character, activity, creativity, crea-
tivity, initiative, self-development, and also
that it needs more freedom of the employee
both in the performance of their work tasks and
in the management of their own actions. All
this requires the development of the individ-
ual, the enrichment of its value-motivational
sphere and specific methods of managing it.

Based on the above, the essence of the
concept of work motivation in terms of inno-
vative economic development, in our opinion,
is the process of interaction of objective and
subjective factors and the use of innovative
(non-traditional) methods of influence, which
encourage the activity of creative content
aimed at creating innovative products, ser-

vices, organizational forms of their use, intro-
duction of new technologies and innovations
to ensure the quality of workforce, competi-
tiveness of labor.

Methods of work motivation - a set of
techniques and methods of encouraging em-
ployees to achieve the goals of the organiza-
tion on the basis of reconciliation of their goals
and objectives of the organization through
continuous research and activation of the
structure of work motives. These methods,
based on the laws and laws of management, in-
volve the use of various techniques of influ-
ence on staff to enhance its activities.

On the basis of generalizations of differ-
ent scientific approaches, we propose to distin-
guish five main groups of methods of work
motivation - social-psychological, economic,
organizational-administrative, technical-tech-
nological, innovative methods. All these moti-
vation methods are interrelated.

Recently, along with such common
standard methods of motivation as wages, bo-
nuses, gratitude, innovative, so to speak, non-
standard methods of motivation are emerging.
Non-standard types of work motivation in-
clude such as: positive psychological climate
in the company; favorable physical working
conditions (e.g. cleanliness in the office, com-
fortable workplace, modern equipment, etc.);
convenient location of the office; paid lunches;
shorter working day; providing opportunities
to study and improve their skills, internal cor-
porate trainings; career opportunities in the
company; availability of a career plan for em-
ployees; greetings from the company: official
holidays, birthdays; regular competitions for
the best employee, etc.

Therefore, it is important to understand
that during the formation of work motivation
in the conditions of innovative development it
is necessary to use and introduce stable and
timely material incentives; promotion of im-
provement of skill, qualification of employees;
consideration of individual features of work
motivation; empowerment and professional-
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ism; independence and autonomy of employ-
ees; respect for the individual, stimulation to
search for new, promising ideas for
improvement of activity and material (moral)
encouragement of creativity in the workplace.

The basis for building a system of work
motivation is formed at three levels: at the en-
terprise or organization level, at the regional
level and at the state level. The basic principles
of construction of this system are, on the one
hand, the formation of higher-level needs of
employees for the formation of factors of in-
trinsic motivation (human needs, interests, val-
ues, national mentality, initiative, professional
skill), and on the other - creating favorable
conditions for achievement goals of the organ-
ization as a whole by identifying and meeting
the needs of employees (internal factors - or-
ganizational-economic, social-psychological,
intellectual (educational-cultural) and innova-
tive).

The compliance with the above require-
ments of building a system of motivation of
work, encourages employees to be active in or-
der to achieve this goal and allows to ensure a
dynamic balance between the results of work
and remuneration, between the needs of differ-
ent groups of stakeholders in the enterprise.

Summarizing the above, we have reason
to argue that the system of motivation of work
in the conditions of innovative changes in the
economy is characterized by the most com-
plete form of organization of motivation,
which is a set of elements whose role is played
by motivation methods and interacting internal
factors (at the level of the individual), which
are formed under influence of external factors
acting at the micro, meso-, macroeconomic
levels and stimulate the activation of creative
content and aimed at creating innovative prod-
ucts, services, body insulation forms of their
implementation and use (Figure 1).

Priorities: the formation of an innovative economic model in the country by increasing the level of motivation to intellectual
work, interest of workers in the use of modern knowledge in the innovation activity of creating modern highly productive

Macrolevel External factors
3
T — -]
5. Meso-level g = _ £ " =
° g 5 T8 R @ =
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Demand for highly skilled professionals, labor
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Fig. 1. Conceptual diagram of labor motivation in terms of the innovative economic
development

Source: developed by the authors.
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In order to determine the effectiveness of
the system of labor motivation in the condi-
tions of innovative changes in the economy, it
is necessary to carry out its evaluation and to
define a system of indicators. Assessment of
work motivation is to determine the extent to
which each employee achieves the expected
results of work and meets those requirements
that come from his production tasks (Figure
2).

A meaningful assessment of work moti-
vation is possible provided appropriate meth-
ods are used. In modern scientific literature, a
considerable number of methods are proposed:
methods of statistical analysis; sociological
methods (surveys, experiments, observations,
sociographic method); economic and mathe-
matical methods; classification and analytical
methods; graphical-analytical, etc. These
methods provide information about the level of
achievement of the goals of the enterprise and
employees (Kolot, 2008).

There are two types of methods of evalu-
ation of work motivation: self-assessment and
complex (external) assessment. Allocate in the
model of forming a system of integrated work
motivation to achieve the final results of activ-
ity (as an object of quantitative and qualitative
assessments of staff): professional qualities
and activity of the employee; activity of the
head; the activities of the team; interconnec-
tions (consumers, employees, executives) mo-
tivation of behavior (Ageev, 1984). Self-es-
teem is carried out by the worker himself on
the basis of his own idea of life goals, work
activity, his values for the enterprise.

The content of the evaluation of work
motivation consists in the assessment of the
personal qualities of employees (object, crite-
ria), the evaluation of work (measuring and es-
timating labor costs over time, assessing the
complexity of work and content of work) and
the evaluation of work results (direct results,
side results). However, in order for the system
of evaluation of work motivation at the enter-
prise to be effective, during its implementation
it is necessary to carry out an assessment of

employees’ business qualities, complexity of
their functions and results of work, etc.

Staff evaluation has two functions: an
orientation, which is that each employee,
through self-assessment and evaluation by the
team, managers, consumers, etc., is aware of
his / her status and behavior and is able to de-
termine the directions and ways of further ac-
tivity. The incentive function is that it gener-
ates in the employee experiences of success or
failure, confirming the correctness or falsity of
behavior, encourages him to act in the right di-
rection.

The process of managing the motivation
of work at the enterprise should be carried out
on the basis of a set of indicators that qualita-
tively and quantitatively reflect its level. The
indicator refers to the qualitative and quantita-
tive assessment of the processes and phenom-
ena of the environment. The qualitative side of
the indicator reflects the content of phenomena
or processes in specific conditions of place and
time, quantitative - the size, absolute and rela-
tive value. Thus, an indicator is a qualitative
and quantitative characteristic of an object, ex-
pressed by a number that indicates its proper-
ties.

However, there are some problems asso-
ciated with measuring work motivation: the
need to use different indicators; the presence
of a large number of factors that influence
work motivation with varying strengths and
sometimes in opposite directions; the variety
of forms and ways of manifesting work moti-
vation, both objective and subjective; the dif-
ficulty of drawing a line between work moti-
vation as a socio-economic and socio-psycho-
logical category. It should be emphasized that
the motivation of the work of a particular col-
lective, social group, subjects and objects of
management is expressed in two forms: in
thoughts and judgments (the so-called verbal
motivation of work) and in the real behavior of
people. Accordingly, there are two types of in-
dicators of evaluation of work motivation: sub-
jective and objective (Shershniova, Bahatskyi
and Hetmantseva, 2007).

EKOHOMIi4YHi ropu3oHTHU Ne 1(12)'2020

http://eh.udpu.edu.ua 39



http://eh.udpu.edu.ua/

e-ISSN 2616-5236

ISSN 2522-9273

Economies’ Horizons

*s1oyinp ayj Aq padojanap :22.4nog
AwI0u053 J0o JUdWdO[9A3P SAIRAOUUI JO SUOIIPUOD Y]} UI UOIIBAIIOW JI0ge] JO WAISAS 3] JO Uonen[eAd xa[duwod Jo awdyd§ 7 "S1J

S3IIAIDS BAI}BAOUUI

10 JUBWIdO|aABP JO [3A3] BY] “UOIIEADUUI Ul JUSLUISIAUI
‘poddns uoijewsoul pue [e3180jouyd3] ‘|eaIuyIS ]

Annanoe aanenouu

Auadosd

|ENID3|[S3UI JO 35N !S301AJSS |EUDIIEINPS JO 3115

sdiysuoiie|as
Apuay fasudiaius syl Jo aINIONISEYUL
|e1aos jo 33635 'afeyoed |e1nos e Bulnizoay

sUOIUN 3pEJ] JO saINAlDe ‘Bsudialua
ay3 1e saako|dwsa jo sydu ay3 jo soueAIasgO
‘1oe1u0D JuswWAodwa ue Jo uoisnjauod
oM Jo uoien|en Jiey suoipuod Supom

124ew Joge| [euoiSal
3y} ul uoiN}adwWod Jo [3A3] 3y} ‘SUOIPUOD
Supjiom jo uoije|nsai jo uonIpuO)

uonejndod 3y3 o |2A3] |BINYND
‘wonesdiw Joge| ‘a1es uawhojdwaun]
133lew 1oge| 3y} 4O 31815

(s1eanyno pues|

|euoijeaNpa) s|enaa|@u|

suolun apeJy Jo sallAIlIe ‘saajuelend
pue swJou [e120s (Jeuoidal) |e101235

1oge] jo Suluonels luoiponpoad
10 UoIlEZI[RID3dS PUB UOIIEIIUAIUOD
‘uonanpoud |e120s Jo swiod

s|eai8ojoyahAsd-old0s

Jogey Jo [2n3] 241 03 Ajlsuaiul

1oge| Jo 3ouspuodsaliod sasdiz]us Jo sniels
lierpueuy Buneys yoad ul uonedpiued ‘saBem|
jo wawhed Ajlawin fuoijeisunwal Jo [aA3) 3yl

13y1ew [euoidal 3y3 Ul puewsp
pue Aiddns Joge| Jo [2A3] 343 {sa2Jnosad Jo

fSUoRIPUCY UoEIBUNWSI JO uone|ndal jo a1e1s

Aujigepeae pue saiypgeded pue 38eiaA3| |eIDUBULY

uone|siga|
uoielsunwal pue Juawiojdwa
f31e1s 3yl Jo Adijod |easy
fuoniejndod ayy jo Buin) jo piepuels
a1 ‘AWou0d3 |eUOIIBU 311 JO 31BIS

SaAI1eJISIUIWpE
pue sjeuoneziuegio

SJiwouol3

suonepuawiwolay

sisAjeue pue 3uissarold

10GQE| JIWOU0IS
-0|205 JO 35E3J0U1 JO SUOIIe|3
I0GE|-[BI20S 1O PIPJUOD JO [3A3] BY1 JO
uonionpad Apunoas |ernos Sulnoaduw
‘]an3| uoneayljenb [epuoedNpa
10 wawanodw ‘uonoelsizes gol
‘Ayiaronpoud [enpinpul ul 3sea1oul
‘asudiaua ayl Jo syyoad sy w
uoljedisiped woly 3Wosul |eUoIippe
Buiuieigo ‘saBem |eal ul asE3IOU|

[8A3] J1WOUOIB0IIIA

[8A3] JILIOUOIBOS3IA

[2A8] J1WOU0IBOIDE A

2Jnsealw o] sioledlpul jo walsAs ayl

[enpIAIpUI B3 JO [2A3] BYL

(32=lgo |e2s 2y3 pue [E3PI 343 Yum uosledwod
uolewJoul jo uonesisiSal pue Suissasold Jo spoyiaw T s103e21pUl “§313511310B1EYD) SPOUYIBL JUSWUBINSEAW JYIO0 -
siuawaja Sunoalap| o
Surinseaw .
Spoy3aw uolda|jod eyep - 10} SPOYIBa N : (sjua1o14209 ‘sjulod) sis31aW [BUOIHPUOD -
J0 SpoyIsin
weigoid uoi1da||0d elep - S1UBLIBINSE3W 3N|EA PUE |EINJEU -
Suimainualu) alleuuonsanp l1od sdnous snaoy sisAjeue uolnef@.iio) sjuawssasse Jadx]
1 | 1 | J
_ UOIJBAIJOW )IOM JO UOIIBN|BAS JO SPOYISIA
saAlleAOUU| s|eaiSojouydal pue s|esiuyda]| SanlleJlsIuILIpe pue s|euoneziuesio SJIWou023 s|eai8ojoydAsd-o1d0S

_ UOIIBAILOW }IOM JO SPOYIaNl

UOI1EAIIOW YJOM JO JUBLLISSESSY

iYHi rOPU3OHTKN

ExoHOM

Ne 1(12)'2020

http://eh.udpu.edu.ua

40


http://eh.udpu.edu.ua/

Kirdan O. P., Harnyk O. A., Berzhanir A. L. System arrangement of labor motivation and methodological
approaches to the comprehensive assessment during the stage of innovative changes

Objective quantitative and qualitative in-
dicators are required to evaluate the effective-
ness of work motivation methods and work
motivation systems at the micro, meso- and
macroeconomic levels. Quantitative metrics
represent the absolute dimensions associated
with measuring the size of a set of objects (el-
ements). The baseline for obtaining quantita-
tive indicators is regulatory, planning, ac-
counting, and analytical information.

Qualitative indicators determine the level
of development of the process, qualitative fea-
tures of the phenomena, patterns of their devel-
opment (the degree of use of social work, pro-
duction resources, productivity growth, profit-
ability of enterprises, etc.). Sociometric and
sociological surveys are commonly used to ob-
tain qualitative indicators.

Qualitative and quantitative indicators
are substantiated by technical and economic
indicators. They reflect the level of use of nat-
ural resources and labor, as well as provide a
scientific basis for the location of industries
and industries.

To assess the effectiveness of the system
of work motivation at the macro and meso- and
macroeconomic levels, we have developed a
system of indicators that characterize the com-
plex and systemic impact on the management
object: economic indicators; organizational
and administrative indicators; socio-psycho-
logical indicators; educational and cultural

(intellectual) indicators; indicators of innova-
tion activity.

The comprehensive scorecard captures
the key dimensions of motivational support for
work and allows to detail the real composition
of the employee’s needs, their hierarchy and
the ability to influence and manage them in the
context of overcoming problems and identify-
ing ways to build a socially oriented innovative
national economy.

6. Conclusions.

Our study suggests that the system of
work motivation in the conditions of innova-
tive development of the economy should be
considered as a process of interaction of objec-
tive and subjective factors and the use of inno-
vative methods of influence that encourage the
creative activity of workers, considering them
as active subjects of innovation changes. This
approach allows to systematize methods and
approaches to comprehensive assessment of
the system of work motivation, which is based
on the separation of organizational, economic,
socio-psychological, intellectual and innova-
tive subsystems of indicators. structure of em-
ployment, analyze their dynamics, determine
the degree of interdependence of structural
shifts within the labor market and the ability of
existing systems EMI motivation to be the
driving force behind the economic behavior of
the employee, to induce him to effectively
work, innovation to meet individual and social
needs.
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